A Study of Relationship between Personality Traits and Job Engagement  by Ongore, Ozgur
 Procedia - Social and Behavioral Sciences  141 ( 2014 )  1315 – 1319 
Available online at www.sciencedirect.com
ScienceDirect
1877-0428 © 2014 The Authors. Published by Elsevier Ltd. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/3.0/).
Selection and peer-review under responsibility of the Organizing Committee of WCLTA 2013.
doi: 10.1016/j.sbspro.2014.05.226 
WCLTA 2013 
A Study Of Relationship Between Personality Traits And          
Job Engagement 
Ozgur Ongore a * 
 
a PhD Candidate, Ankara University, Labour Economics and Industrial Relations Department, Ankara, 06590, Turkey 
Abstract 
The purpose of this study is to determine the relationship between personality traits and job engagement of the university 
personnel. A self-administered survey was applied to Kastamonu University academic and administrative personnel. A relevant 
data was collected from 118 personnel. The results of the study indicated that there were significant relationships between 
personality traits and job engagement. Extraversion, Agreeableness, Conscientiousness and Openness to Experience were 
positively related but Neuroticism was negatively related to physical, emotional and cognitive engagement. Openness to 
Experience was the significant predictor of physical, emotional and cognitive engagement. Agreeableness was the predictor of 
emotional and cognitive engagement. As a higher order factor job engagement was related to big five factors. Openness to 
Experience and Agreeableness were the only significant predictors of job engagement. Results of this study suggest that the five 
factor model is useful for examining the dispositional source of job engagement. 
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1. Introduction 
 
Kahn (1990: 694) defined engagement as “the harnessing of organization members’ selves to their work roles; in 
engagement, people employ and express themselves physically, cognitively and emotionally during role 
performances”. The definition of Kahn indicates that engagement have physical, cognitive and emotional 
engagement dimensions. In order to have a high engagement level, three dimensions of engagement should be 
occurred at the same time in the work environment. Wefald et al. (2012) describe the engagement as an emerging 
job attitude which measures psychological presence and involvement of employees. As engagement considered as 
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an attitude, the organizations need to investigate the ways of fostering engagement. Schaufeli et al. (2004) defined 
engagement as “a positive, fulfilling and work-related state of mind and characterized by vigour, dedication and 
absorption dimensions”. Kahn (1990) and Schaufeli et al. (2002) were all agree that engagement is a work and 
employee related positive concept. Personality of the employees can be considered as an important variable to affect 
their engagement levels. For instance two employees working in the same environment may have different levels of 
engagement. This difference can exist because of their different personality traits. The purpose of the study is to 
determine which personality traits effects the engagement levels of employees. The results can be functional for 
both facets of working relations. The true match of job and employee will help for the success of employee and 
organization facets. Employees can be conscious about what sort of jobs are convenient for themselves because 
inconvenient jobs can effect employees’ well-being negatively. It can cause stress, pain and unhappiness. 
Organizations can also be effected from the inconvenient match of job and employee. Organizations cannot reach 
the positive outcomes like productivity, efficiency and economically as they planned. Because especially in service 
sector employees are the most crucial part of production.  
 
1.1. Big Five Personality Traits 
 
Big five personality traits are based on a model that essence of human nature in individual differences (McCrae 
& John, 1992). Personality traits are collected, summarised and defined as structure that involves five factors: 
Extraversion, Agreeableness, Conscientiousness, Neuroticism, and Openness to experience. Each factor includes 
broad variety of traits rather than a single trait (McCrae & John, 1992, Goldberg, 1993; John & Srivastava, 1999). 
Extraversion implies an energetic approach and includes traits such as sociability, activity, assertiveness and positive 
emotionality. Agreeableness includes traits such as altruism, tender-minded, trust and modesty (John & Srivastava, 
1999). Conscientiousness includes traits such as organization, thoroughness, and reliability. Neuroticism includes 
traits such as nervousness, moodiness, and temperamentality. Openness to experience includes traits such as 
imagination, curiosity, and creativity (Goldberg, 1993).  
 
1.2. Job Engagement 
 
The studies about job satisfaction (e.g. Staw & Ross, 1985, Judge, Heller & Mount, 2002) and job involvement 
(e.g. Erdheim et al., 2006) indicate that there is a dispositional source of job attitudes and big five personality model 
can be a guide to explain this relation. It can be expected that as a job attitude, job engagement will be related to big 
five personality traits.  
 
• Hypothesis 1. Extraversion will be positively and significantly related to physical engagement.  
 
1.2.1. Physical engagement 
 
Rich (2006) summarised physical engagement according to the conceptualization of Kahn as the exertion 
of effort on one’s job. The physical aspect of job engagement concerns the physical energies exerted by individuals 
to accomplish their roles (Kular et al., 2008).  
 
• Hypothesis 2. Neuroticism will be negatively and significantly related to emotional engagement. 
 
1.2.2. Emotional engagement  
 
Rich (2006) summarised emotional engagement according to the conceptualization of Kahn as a positive 
affective reaction to one’s job. The emotional dimension of job engagement concerns employees feel about each of 
those three factors and whether they have positive or negative attitudes toward the organisation and its leaders 
(Kular et al., 2008). 
 
• Hypothesis 3. Conscientiousness will be positively and significantly related to cognitive engagement. 
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• Hypothesis 4. Openness to experience will be positively and significantly related to cognitive 
engagement. 
• Hypothesis 5. Agreeableness will be positively and significantly related to cognitive engagement. 
 
 
1.2.3. Cognitive engagement 
 
Rich (2006) summarised cognitive engagement from the conceptualization of Kahn (1990) as attention to 
and absorption in one’s job. The cognitive dimension of job engagement concerns employees’ beliefs about the 
organisation, its leaders and working conditions (Kular et al., 2008). 
 
2. Method 
 
2.1. Respondents 
 
A self-administered survey was applied to Kastamonu University academic and administrative personnel. A 
relevant data was collected from 118 personnel. 40.9% (N = 47) of the respondents was working as administrative 
personnel and 59.1% (N = 68) of the respondents working as academic personnel. The gender composition of the 
sample was 61.5% male (N = 72) and 38.5% female (N = 45). The average age of the respondents was 32.03 years 
(SD = 8.10).   
 
2.2. Measures 
 
Schaufeli et al. (2002) admit that Kahn (1990) presents a comprehensive theoretical model of engagement 
meanwhile they specify that there is a lack of how to operate the model. Rich (2006) was developed a Job 
Engagement Scale (JES) according to the Kahn’s engagement model. In this study, JES was preferred in order to 
measure the engagement levels of university personnel. Responses were made on a five-point Likert scale ranging 
from strongly disagree (1) to strongly agree (5). Ongore (2013) was investigated the validity and reliability of JES 
Turkish Form (JES-TR) in another study. According to the findings of the researcher, JES-TR was found valid and 
reliable. When the sub-dimensions of the scale was investigated, the internal consistency coefficient for physical 
engagement dimension (PE) was .91, for emotional engagement (EE) was .94, and the cognitive engagement (CE) 
dimension was .95.The internal consistency coefficient of the scale was .95 (see Ongore, 2013).   
The personality traits of the sample were measured by Five Factor Personality Scale (FFPS) which was 
developed by Tomrukcu (2008). The studies of Goldberg (1993), John and Srivastava (1999) were used by 
Tomrukcu (2008) to develop the scale. FFPS has 42 questionnaires and prepared to measure the personality traits of 
the employees according to Five Factor Model. Responses were made on a five-point Likert scale ranging from 
strongly disagree (1) to strongly agree (5). The reliabilities of the sub-dimensions were as follows: Extraversion 
(.78), Agreeableness (.77), Neuroticism (.57), Conscientiousness (.80), and Openness to Experience (.66). The 
internal consistency coefficient of the scale was .76.       
 
3. Results 
 
The analyses were conducted with SPSS 20.0. Results of this study suggest that the five factor model is a useful 
tool for examining the dispositional source of job engagement.  
The bivariate correlation analyses were used to test the hypotheses. The predictions of the hypotheses were all 
supported. Job engagement dimensions were found highly correlated with big five factors and these correlations 
were statistically significant (p < .01).     
The results of the correlation analyses indicated that extraversion (r = .24, p < .01), conscientiousness (r = .31, p 
< .01) and openness to experience (r = .40, p<.01) were positively and significantly correlated with physical 
engagement. Agreeableness and neuroticism as a model was lowly correlated with physical engagement (r = .23, p < 
.05). Hypothesis 1, was supported according to the correlation analysis. Agreeableness and neuroticism as a model 
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only explained 05% of the total variance of the physical engagement (r2 = .05, p < .05). When we added the other 
three factors to the model, the correlation was increased and became moderately correlated with physical 
engagement (r = .47, p < .01). Big five factors (when the other three factors added to the model) explained 22% of 
the total variance of physical engagement (r2 = .22, p < .01). The results of regression analysis indicate that five 
factor model predicts physical engagement. When the standardized coefficients of the predictors were examined, 
unexpectedly extraversion (β = .11, p = .31) and conscientiousness (β = .14, p = .15) failed to predict physical 
engagement as significant predictors because of high probability rates. Moreover, it was found that only openness to 
experience is a significant predictor of physical engagement (β = .36, p < .01).   
Extraversion (r = .32, p < .01), agreeableness (r = .49, p < .01), conscientiousness (r = .28, p < .01) and openness 
to experience (r = .43, p < .01) were positively and significantly correlated with emotional engagement. Neuroticism 
(r = -.27, p < .01) was negatively and significantly correlated with emotional engagement. Hypothesis 2, was 
supported according to the correlation analysis. Extraversion and agreeableness only explained 25% of the total 
variance of the emotional engagement (r2 = .25, p < .01). Big five factors as a model moderately correlated with 
emotional engagement. Five factor model explained 32% of the total variance of emotional engagement (r = .56, r2 = 
.32, p < .01).  Neuroticism was failed to prove itself as a significant predictor of emotional engagement (β = .06, p = 
.53). Agreeableness (β = .37, p < .01) and Openness to Experience (β = .25, p < .05) were succeed to prove 
themselves as significant predictors of emotional engagement. 
Extraversion (r = .25, p < .01), agreeableness (r = .38, p < .01), conscientiousness (r = .32, p < .01) and openness 
to experience (r = .52, p < .01) were positively and significantly correlated with cognitive engagement. Neuroticism 
(r = -.34, p < .01) was negatively and significantly correlated with cognitive engagement. Extraversion and 
neuroticism were moderately and significantly correlated with cognitive engagement (r =.36, r2 =.13, p < .01). They 
only explained 13% of the total variance of the job engagement (r =.36, r2 = .13, p < .01). Big five factors as a model 
was moderately and significantly correlated with cognitive engagement. Five factor model explained 32% of the 
total variance of cognitive engagement (r =.56, r2 = .32, p < .01). Openness to experience (β = .36, p < .01) and 
agreeableness (β = .19, p < .05) were significant predictors of cognitive engagement.  
 
Table 1. Correlations 
 
 PE EE CE JE 
Extraversion .237** .320** .245** .321** 
Agreeableness .229* .487** .375** .442** 
Neuroticism -.094 -.272** -.344** -.287** 
Conscientiousness .314** .285** .322** .363** 
Openness to Experience .400** .431** .518** .534** 
Note: N=118. ** p<.01, * p<.05 
Kahn (1990) described engagement as a construct that include three sub dimensions. Then Rich et al. (2006, 
2010) demonstrated that job engagement is a higher order factor which includes these three sub-dimensions. 
Therefore we can evaluate these three factors not only as three subscales but also one entire scale (JES). When we 
analysed the correlations of job engagement and big five factors, we concluded that job engagement was correlated 
with all big five factors (Table 1). The largest correlation between job engagement and big five factors was observed 
with openness to experience (r = .53, p < .01). The lowest correlation between job engagement and big five factors 
was observed with neuroticism (r = -.29, p < .01). 
The results of multiple regression analysis indicate that big five factors and job engagement are moderately and 
significantly related (r = .61, p < .01). Big five factors explained 37% of the total variance of job engagement (r2 = 
.37, p < .01). The relative priority order of big five factors on job engagement was; open to experience (β = .38, p < 
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.01), agreeableness (β = .27, p < .01), conscientiousness (β = .15, p = .08), neuroticism (β = .07, p = .49) and 
extraversion (β = .04, p = .66). According to the t test for analysing the significance of regression coefficients, 
openness to experience (t = 3.97, p < .01) and agreeableness (t = 3.01, p < .01) factors’ coefficients were significant 
to predict job engagement. 
 
4. Discussion 
 
Results of this study suggest that the five factor model is useful for examining the dispositional source of job 
engagement. All hypotheses were proved according to the correlation analyses which mean that it is logical to think 
there is a significant relation between personality traits and job engagement. Meanwhile two personality traits were 
found as significant predictors of JE and its dimensions. Openness to Experience was found as a significant 
predictor of JE and it’s all sub-dimensions (PE, EE, and CE). Openness to experience has become a prior personality 
trait because of the rapidly changing nature of current working life. Employees who adapt themselves to the changes 
can be more engaged to their job. Agreeableness was found as a significant predictor of JE and its two sub-
dimensions (EE, and CE). Agreeableness is needed to work in peace and resolve the conflicts. Agreeable employees 
can be more positive and motivated to resolve the problems and conflicts. Therefore agreeable employees can be 
more engaged to their job because they can save their energy and flow it to their work roles.  
More researches needs to be done with other samples for further studies to compare the results.   
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